The article deals with the constituents of organizational commitment and organizational cynicism and in order to concisely present systematised material disclosing the very essence of the phenomena, the authors analyse their interrelation, the specificity of development (organizational commitment) and management (organizational cynicism), their causes, importance and / or consequences caused. The aim of research is to distinguish the dimensions of the relationship of these phenomena highlighting the quintessence of organizational commitment and organizational cynicism.
Introduction
Relevance of research. Organizational commitment and organizational cynicism are two phenomena relevant for organisations and widely analysed, which can have very distinct positive and negative consequences that either help the organization to grow or lead it to failures. Organizational commitment identifies a tight relationship of the employee with the organisation in which he works (Naude et al., 2003) , shows the degree of the individual's organisational identification (Newstrom, 2015) , the level of the person's identification and his engagement in the organization (Naqvi et al., 2013) , in which he seeks to further continue working, as well as discloses the psychological state of the person who particularly relates himself to the organization (Garg, 2017) . In any case, organizational commitment transmits the employee's attachment to the organization. As H. L. Angle and J. L. Perry (1981, 1983) note, this is a positive link, economic interchange between the organization and the employee, perceived through the prism of an obligation to stay in the organization. The analysis of organizational commitment and organizational cynicism highlight certain dimensions that link both phenomena. It is generally believed that the cynical attitude forms employees' degrading and critical behaviour, which accordingly also determines a reduced level of effort (Dean et al., 1998) . Cynical employees are less attached to the organization, and their dissatisfaction leads them to the belief that they will not work in the organization for a long time (Kim et al., 2009 ). In addition, cynical employees are less inclined to assume additional responsibilities in the organization. Although the concept of cynicism in various fields has been analysed for a long time, research related to organizational cynicism was begun only in the ninth decade of the 20 th century (Terzi and Derin, 2016) . In addition, conceptualisation of organizational cynicism poses problems due to the complexity of the process; therefore, there is a variety of definitions of organisational cynicism (Naus, 2007) . Organizational cynicism is related to employees' negative feelings, such as despair, contempt and hopelessness assessing their organization, its managers and other objects of the workplace (Cole et al., 2006) . J. W. Dean et al. (1998) characterize such negative attitude of employees as an inclination to tendentious despair, critical and negative anti-organizational activities and a belief that the organisation lacks integrity.
In order to ensure their good performance and successful development, organizations, at their discretion, must respectively find the most appropriate ways to increase organizational commitment and decrease the level of employees' cynicism with regard to the organization. In order to do this properly, first, it is necessary not only to perceive the meaning of organizational commitment but also to find out what causes determine the emergence of organizational cynicism as well as to understand the consequences the organization can have if this problem is not resolved in a timely manner.
The problem of research. One of the most appropriate ways to help to prevent the employee from the intentions to leave his/her organization is his/her commitment, which is a widely discussed phenomenon solving the problems of the employee's retention at the workplace. Another, still not so abundantly analysed phenomenon, compared with organizational commitment, is organizational cynicism, the growth of which in the organization determines the decrease of the first phenomenon -organizational commitment. Therefore, the problem of the research is raised by the question: what are the quintessential features of organizational commitment and organizational cynicism and how, through what organizational dimensions do they interact?
The level of problem exploration. Organizational commitment due to its importance and organizational cynicism due to its problems are the phenomena widely studied by foreign scientists.
Organizational commitment. A large number of scientists devote attention to the diagnostics of organizational commitment; several of them should be mentioned: types of organizational commitment are analysed by P. C. Morrow (1983) Organizational cynicism. So far, there is not particularly much research on this phenomenon (compared with the research on organizational commitment published in the WoS database), for example, in the WoS database (during the period from 1990 to 2018), searching by title and the keywords "organizational cynicism", as of 2018-12-04, the statistics is as follows: 1998 -1 publication (Kasalak, Aksu, 2014) , organizational commitment (Han et al., 2013) , and others. Nevertheless, there exists a lack of research that closely addresses organizational commitment and organizational cynicism; therefore, there is a relevant need for highlighting and defining the dimensions of the relationship of these phenomena.
The object of research: phenomena of organizational commitment and organizational cynicism.
The aim of research: upon highlighting the quintessence of organizational commitment and organizational cynicism, to distinguish the dimensions of the relationship of these phenomena.
Objectives of research: 1. To analyse the essence of organizational commitment for the employee-organization and the possibilities of increasing it.
2. To analyse the essence of the phenomenon of organizational cynicism, causes of its emergence and the consequences for the employee-organization relation.
3. To distinguish the dimensions of the relationship of organizational commitment and organizational cynicism.
Methods of research. In the first part of the study, scientific research from the Web of Science Core Collection (Clarivate Analytics), Scopus and other scientific databases was selected; in the second part, the analysis and synthesis of scientific literature was conducted, also there were applied the methods of analogy, chronology and comparison.
The significance of organizational commitment for an employeeorganization relation and the possibilities to increase it
The phenomenon of organizational commitment is analysed by scientists of psychology, management and other fields. The description of the phenomenon "organizational commitment" is presented as acceptance of the organization's aims and values, a clear willingness to maintain organizational dependence and a resolve to make a considerable effort in the name of the organization (Porter et al., 1974) . N. J. Allen and J. P. Meyer (1990) , who presented an integrated approach to organizational commitment, analysing this phenomenon, pointed out that it can be defined by three components: affective, continuance, and normative commitment. Affective commitment is acknowledged as the strongest and most persistent indicator for the organization that seeks to implement aims and achieve results. Based on M. S. Lampinen et al. (2017) , employees with strong affective commitment remain with the organization because they want it; employees with strong continuance commitment remain in the organizations because they have to do so; employees with strong normative commitment remain in the organizations because they feel they must do so. S. Jiang et al. (2018) supplement these thoughts pointing out that affective commitment means that employees create a relationship with their organization, continuance commitment is created when it is too costly for employees to leave the organization for financial or moral reasons, and in the case of normative commitment employees cannot leave the organization due to the sense of responsibility they feel for the organization that employed them.
According to M. Franco and S. Franco (2017) , in recent years, there has been a marked increase in research on organizational commitment and its bases. According to the authors, this growth manifested itself due to the academicians' and managers' interests seeking to understand the relationships existing between the organization and the employees. It is highlighted that organizational commitment attracts both researchers' and practitioners' attention due to its positive impact on the organization and the employee (Maltin and Meyer, 2010) . To understand what has the greatest influence on organizational commitment, this phenomenon is compared with various other phenomena revealing employees' well-being. Employees' wellbeing is perceived as factors affecting employees' health, quality of work environment and other characteristics related to workplace: employment, staff retention, training and other forms of involvement (Schulz et al., 2017) . Employees who feel well-being at the workplace tend to be more committed to their organization.
As D. F. Caldwell et al. (1990) point out, although the literature on organization's psychology devoted much attention to the construct of organisational commitment, anyway, the focus was on the aspiration to identify the benefit to the organization if its employees are strongly engaged in executed activities. Meanwhile, the significance of commitment to the very employee is studied considerably less. Based on J. S. Adams' (1963) equity theory, the employee is interested in having a fair and equitable relation with the organization, while perceived injustice results in dampening motivation and, conversely, perceived organizational justice can increase the employee's motivation as the employee will feel obligated to maintain a corresponding relation between him and the organization (Lazauskaitė-Zabielskė et al., 2014). For this reason, the importance of organizational commitment will be further discussed, analysing it both from the organization's and the employees' perspective.
The benefit of organizational commitment to the organization. Analysing the phenomenon from the organization's perspective, it can be observed that a high level of commitment positively affects the organization, as it encourages employees to work better and focus stronger on the goal (Jiang et al., 2018) . According to M. Franco and S. Franco (2017) , employees who are committed to the organization believe that their behaviour at work must be appropriate and moral. Organizational commitment is also an important factor assessing the employee's willingness to contribute to the organization's goals (Memili et al., 2013) . P. Naude et al. (2003) highlight that it takes time for employees to analyse the organization, its values and expectations and to relate all of these aspects to their own needs, benefit obtained or potential perspectives. However, the more employees are satisfied and the more strongly they associate themselves with the organization, the more positive they are with regard to the common goals of the organization.
Various scientific research indicates that committed employees tend to become more involved and support their organization ( Finally, various studies confirm the fact that employees' commitment to the organization gives a consistent competitive advantage (Jena et al., 2017) . Employees with a higher level of organizational commitment are less likely to look for alternate job offers, and it results in fewer errors at work. It is stated that work environments, which are strongly oriented towards achievement of goals and which promote a higher level of organizational commitment, have less conflict situations at work (Halbesleben and Tolbert, 2014) . In addition, employers themselves value employees' commitment and loyalty, because such employees perform tasks better and are known for lower levels of absence (Mathieu and Zajac, 1990) .
The benefit of organizational commitment to the employee. Analysing the organizational commitment phenomenon from the employees' perspective, first it can be pointed out that committed employees feel the meaningfulness of work and gratitude from managers, which respectively determines their greater efforts and better results (Lampinen et al., 2017) . In other words, employees' job satisfaction can increase their commitment to the organization (Bangval et al., 2017). Research conducted by K. Kotze and G. Roodt (2005) confirms that there is a strong positive relationship between employees' job satisfaction and employees' commitment to their organization, because alongside with the increasing employee job satisfaction, their commitment to the organization increases (Mueller et al., 1994). In addition, the employees are also greatly concerned about the organization's commitment to them, because if the organization appreciates them, this results in both financial (salary, promotion) and non-financial benefit (respect, approval).
Employees' commitment is also influenced by career opportunities created at the workplace (Moon and Choi, 2017) . It has been found that career-oriented commitment can be an antecedent of organizational commitment. Employees' successful career can be beneficial to organizations; therefore, it is relevant to them to ensure employees' career development opportunities. The more the organization appreciates a particular profession, the more the interface between the career and organizational commitment enhances (Bagraim, 2003) . According to A. Basak Ok and C. Vandenberghe (2016), bearing in mind that people nowadays are highly concerned about their employment and careers, their career-oriented commitment can be as a beneficial form of affective commitment to the organization, which also generates benefit for the employee himself. Employee commitment is a necessary factor seeking the organization's growth and to increase employees' motivation (Ajgaonkar et al., 2012) . By their emotional attachment employees pay back to the organization for its commitment and care about them. As it has already been explained, for the employee himself commitment helps to discover the meaning of work, job satisfaction, creates not only financial but also emotional benefit.
Possibilities of increasing organizational commitment. In the scientific literature, various authors present different solutions that can help to increase organizational commitment. S. Jiang et al. (2018) distinguish the benefit of formalizing rules and clearness of employees' workplace, the importance of autonomy at work, integration in the workplace, stress management, organizational justice and provision of additional benefits to employees as well as the impact of employees' work engagement and job satisfaction on increasing of organizational commitment. Organizational climate is also very important seeking organizational commit-ment (Bahrami et al., 2016) . The authors point out that organizational climate ensures the relationship between leaders and the organization itself. The variables of organizational climate such as motivation, decision-making, communication, leadership and goal setting are significant prerequisites for the formation of organizational commitment.
Other authors point out that affective commitment is enhanced by employees' engagement in decision making (Jena et al., 2017) . Employees are very appreciative when their proposals are listened to. A. Suliman and P. Iles (2000) explore increasing of continuance commitment by providing additional benefits to employees. Benefit particularly increases continuance commitment, as the cost of leaving the organization is high to employees, which determines their greater engagement and willingness to stay in the organization. Among other solutions, G. Togna One of the most important and most emphasized causes of cynicism is the named psychological contract violation that not only harms employer-employee relationships but also further leads to employee's disappointment and distrust in organizations (Cartwright, Holmes, 2006) . The psychological contract violation causes employees' negative attitude and negative behaviour towards their organization (Kuang-Man, 2013). The impact of the psychological contract violation is much stronger than the stakeholders' expectations because it reduces employees' job satisfaction and increases willingness to leave the organization. Cynical employees have doubts about the fairness of the information provided to them in the organization, and they feel exploited for better results of the company, which results in the loss of employees' trust in the organization and its management.
Another widely studied cause of organizational cynicism is organizational change, since organizational problems and crises caused by unsuccessful implementation of organizational change objectives and bad outcomes result in a particularly high increase of cynicism ( change are to be achieved, they will clearly demonstrate resistance, which comes to prominence in the form of cynicism. If leaders lack fairness while implementing organizational change, it is also likely that employees will be disappointed, angry and cynical . Finally, it is important to note that even if there were mistakes in the implementation of organizational change or wrong information was provided to employees, the cynicism of the organization's employees can be reduced by simply acknowledging the mistakes made (Schraeder et al., 2016) . Any involvement of employees and sharing of information is significant seeking a more open attitude in the implementation of organizational change.
Finally, it is important to point out that although cynicism often results from unsuccessful organizational change, it is also a major barrier to organizational change programs (Aslam et al., 2016) . Cynical employees generally do not tend to believe in change and its importance and significance. P. Brandes et al. (2008) emphasize that various studies confirm the impact of cynicism on employees' attitude to change taking place in the organization. Such employee cynicism has two main elements: employees pessimistically assess the success of change and blame responsible persons for the lack of motivation (Wanous et al., 2000) . Thus, cynical employees negatively assess organizational change; and even if employees accept change, but it is unsuccessful, as a consequence, eventually, organizational cynicism is anyway induced.
Another important antecedent that causes organizational cynicism is the lack of autonomy and independence at work (Naqvi et al., 2013) . If employees feel separated from decision-making while working, their job satisfaction decreases with time, they become cynical and less committed to their organization. S. Shaharruddin and F. Ahmad (2015) state that provision of autonomy in the workplace can help to reduce cynicism. This is very important in the context of another, the already discussed cause of cynicismorganizational change. Employees are more inclined to be cynical with regard to change when they lack significant opportunities to participate in decisionmaking or if they are not informed what is happening at their workplace in general . For this reason, organizations seeking to reduce cynicism and ensure the greater employee involvement should focus on organizational empowerment by giving employees greater freedom to make independent decisions and make greater influence on their work (Abdullah et al., 2015) .
It can be seen that scientific literature presents many and different attitudes to the causes of the emergence of organizational cynicism. This list is supplemented by M. S. Cole et al. (2006) , who state that the main causes of cynicism are perceived organizational support, poor administrative competency, distrust in administration and work environment. A. J. Naus et al. (2007a Naus et al. ( , 2007b note that organizational cynicism is caused by insufficient social support, insufficient promotion, goal conflicts, increasing organizational complexity, failure to keep promises, inability to make efficient decisions, ineffective communication or lack of it, unfair distribution of power, absence of justice (Bommer et al., 2004 ).
Other sources of dissatisfaction contributing to the growth of employees' negative attitude are scandals in the organisation, wasted funds of the company (Johnson, O'Leary-Kelly, 2003), role conflict in the organization, high hierarchy, inequality, long working hours, redundancies, confusing internal policy, unethical behaviour, week interaction between organizational results, the manager and employee (Davis, Gardner, 2004) . Cynicism is also promoted by the lack of resources, high level of stress, the belief that managers get unreasonably high salaries, the perception that job requirements are too high (Schraeder et al., 2016) . When employees perceive that the company satisfies only its needs and is oriented only to its expectations, their cynicism with regard to the organization gradually increases. Dissatisfaction with personal and organizational expectations, high-level competition, goal conflict, increased level of organizational chaos can also induce cynicism (Ozer et al., 2014) .
Organizational cynicism can be caused not only by organizational but also by personal factors. Such named factors are age, gender, marital status, seniority, income, education, professional status, as well as anxiety, distrust, disappointment and humiliation (Terzi, Derin, 2016) . D. S. Chiaburu et al. (2013) also mention that demography, the employee's previous positive or negative experience can be considered the antecedents of cynicism. Thus, it can be assumed that organizational cynicism is more often the result of the organization itself and not of the person's personal traits.
The consequences of cynicism for the organization. As pointed out by S. R. Naqvi et al. (2013) , organizational cynicism is one of the main problems hindering to achieve organizational goals and success; therefore, the number of studies on organizational cynicism is increasing, as it is important for organizations to understand not only the causes of organizational cynicism but also the consequences induced. The conducted research confirmed the negative impact of cynicism on work results, assessing them both at the individual and organizational level (Brandes et al., 2008) .
Organizational cynicism is related to many negative and undesirable results, such as low level of satisfaction and commitment, poor civic behaviour (Johnson, O'Leary-Kelly, 2003), employee turnover (Aslam et al., 2016) . Decreased job satisfaction, the absence of organizational commitment and public spirit give rise to negative consequences: employees' disappointment with work is increasing (Terzi, Derin, 2016, qtd. in Abraham, 2000) . In other words, the employee's cynicism is negatively related to motivation for work (Wanous et al., 2000) . Studies demonstrated that the consequences of organizational cynicism might manifest themselves by passive participation in the activities of the organization, poor performance, low level of morals, and high absenteeism (Johnson, O'Leary-Kelly, 2003 ). There are also many studies that prove that cynicism has a negative impact on employees' loyalty, motivation and teamwork continuity (Ozer et al., 2014) , since cynical employees do not trust others, they are less helpful (Kim et The consequences of cynicism for the employee. Analysing the consequences of cynicism for the employee, based on various studies, Terzi and Derin (2016) state that organizational cynicism gives rise to a certain negative impact related to psychological consequences: separation, emotional disturbance, depression, fatigue, exhaustion, disappointment, anger, indignation, aggression, tension and anxiety. Cynicism causes such consequences as: emotional exhaustion, loss of communication with the organization, distrust (Brandes et al., 2008) , anger, shame and hopelessness (Aslan, Eren, 2014) . Maslach (2003) emphasizes that namely cynicism, along with exhaustion and lack of efficacy and activeness are acknowledged as components exhausting human resources of the organization.
For these reasons, organizational cynicism leads to pessimistic, degrading and critical behavioural trends (Ozer et al., 2014) . Cynicism manifests itself by negative, degrading behaviour such as: criticism towards the organization, sarcastic humour, negative non-verbal behaviour, cynical interpretations of organizational events, pessimistic predictions about the future of the organization, etc. (Dean et al., 1998) . Cynicism is also related to employees' scepticism, doubts, disbelief, pessimism, negativity, lack of trust (Topcu et al., 2017). Such degrading forms of behaviour are associated with a weaker sensation that the organization has some kind of personal meaning (Naus et al., 2007a (Naus et al., , 2007b .
Finally, various organizational problems cause monotony, anxiety and doubts (Topcu et al., 2017) . U. Aslan and S. Eren (2014) as negative effects distinguish indifference, withdrawal, separation, hopelessness, distrust, and suspicion. Cynicism can be expressed by alienation and negative feelings towards a particular person, group, ideology or society, while the employees' negative attitude can be characterized as an inclination towards tendentious disappointment, critical and negative activity directed against the organization. The factors promoting organizational cynicism and their consequences for the employee-organization are detailed in Table 1 .
Thus, the analysis of the causes and consequences of organizational cynicism enables to state that there are significantly more organizational factors promoting the emergence of employees' cynicism than personal factors formed by the employees' nature; therefore, it is more likely that organizational cynicism will be formed by the organizational environment. Organizational cynicism causes numerous negative consequences for employees: it is related to emotional exhaustion, which is promoted by psychological cynicism-induced problems, such as anxiety, stress, aggression, depression and physical cynicism-induced problems, such as overwork, exhaustion, etc. Organizational cynicism has a significant negative impact on the organization. Cynical employees lose motivation both with regard to work and organizational performance, which reduces the level of their effort that determines poor performance. Increased cynicism promotes alienation, negative behaviour that degrades the organisation and its performance and weak self-identification with the organization due to which employees eventually leave the organization.
Dimensions of the relationship between organizational commitment and organizational cynicism
In previous sections, we discussed the essential features of organizational commitment and organizational cynicism, the causes promoting one or another Table 2 . Thus, on the one hand, organizational cynicism has a negative impact on organizational commitment by reducing it Saleem et al., 2018) , on the other hand, we see that both phenomena can affect both loyalty, 
Conclusions
Scientific literature distinguishes three main forms of organizational commitment: emotional (employees remain with the organization because they want it), continuous (employees remain in the organization because they have to do this), and normative (employees remain in the organization because they feel they must stay in it) commitments. Analysing the phenomenon of cynicism, three main forms, analysed in the research, are also distinguished: cognitive (employees feel that the organization does not care about them), emotional (encompasses negative emotional reactions) and behavioural (negative, degrading behaviour) cynicism.
Organizational commitment is described as links between the person and the organization, which can be explained by employees' behaviour that is determined by certain financial or emotional investment, or by psychological attitude, which emphasizes employees' psychological attachment. Organizational commitment is also perceived as the person's identification or the level of the person's participation in the organization, which defines the employee's trust in the organization, acknowledgement of its goals and values, and the desire to remain the member of the organization. Meanwhile, organizational cynicism is named as employees' sceptical attitude arising from a critical approach while assessing the motives, actions and values of the organization's behaviour. Such approach manifests itself by the belief that the organization does not have moral harmony and such principles as justice, honesty and sincerity are sacrificed for the sake of organizational gain. In recent years, organizational cynicism is named as a consequence and a certain way of self-defence for employees who negatively assess principles, values or actions promoted in their organization. Thus, it can be noticed that organizational commitment and organizational cynicism are related by a cause-consequence link.
Employees' cynical behaviour may emerge if employers expect from their employees more than they can give or if employers themselves do not give their employees any additional added value. Every organization itself must show its commitment to employees if it expects the same from them. Otherwise, employee cynicism, which is named as one of the most serious today's challenges for organizations, is induced. It is important to emphasise that both organizational commitment and organizational cynicism are related and affect various phenomena determining the organization's success, such as: organisational public spirit, organizational involvement, job satisfaction, the sense of belonging to the organization, mutual trust and assessment, open communication, open dissemination of information, assurance of meaningfulness of work, etc. Promotion of the said; i.e. positive, constituents ensures overall benefit of organizational commitment received by both the organisation and the employee. Conversely, the absence of the interaction between these phenomena determines employees' cynicism, which results in employees' negative emotions and behaviour, giving rise to negative consequences for the organisation as well. These are important points to be taken into account conducting the research dealing with loyalty, organizational citizenship, leadership, job satisfaction, motivation and circumstances of quitting the job, which should provide a complex evaluation of the links between organizational commitment and organizational cynicism and the influence on both the employee and the organization.
Recommendations
Seeking to increase employee commitment and reduce cynicism, organisations should focus on the creation of additional benefits for employees, but it is likely that the implementation of proposed solutions can be limited by time and / or financial resources of organisations. For this reason, it is proposed to the organizations to periodically carry out employees' surveys in order to identify what additional benefits are most appreciated in a particular organization, this way seeking to use resources rationally and focus primarily on the most problematic areas. Consistent data collection will enable to develop strategic ways of solving problems, this way seeking to avoid emergence of new problem situations. It is also recommended to formalize rules, provisions, standards, behaviour and various processes at the workplace, to consistently combine various measures reducing organizational cynicism and increasing organizational commitment, and to evaluate the expectations and values of newly recruited employees. It should be emphasized that the psychological contract begins with the recruitment of new employees in the organisation; therefore, it is important to ensure that the attitudes and values of new employees and the organization coincide so that it is easier to create mutual promises and later comply with them. Otherwise, both the employee and the organization will be dissatisfied with non-implementation of initial expectations. And lastly, monitoring is required organising not only, for example, annual employee assessment interviews but also regular (both formal and informal) managers' meetings with employees, discussing and evaluating how employees' attitude towards emerging challenges is changing, finding out how employees are doing at their workplaces in general. In further research, it would be meaningful to empirically test the links between loyalty, organizational citizenship, leadership, job satisfaction, motivation and quitting the job in the overall context of mutual interactions between organizational commitment and organizational cynicism.
